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Abstract 
This paper aims to investigate the relationship between clarity of E-HRM goals, user satisfaction with E-HRM, 
perceived usefulness, perceived ease of use, user support, social influence, and facilitating conditions that can 
influence attitude towards electronic human resource management (E-HRM). A survey was carried out to acquire 
data from 154 HR professionals. Results indicate that all constructs have an excellent relationship. This paper also 
highlights areas for future research on this unique topic among HR professionals as a whole. 
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1. Introduction 
Rapid development of technologies, especially the usage of the Internet and computer technology, 
has brought outstanding changes to our economy, society, and culture. The fundamental tools used in 
business have evolved from manual bookkeeping to advanced information technologies. The 
fundamental changes brought by information technology (IT) have significantly changed how 
companies operate their businesses and this, in turn, has led to changes in management records and 
procedures. For example, in human resource management (HRM), a new wave of human resource (HR) 
technology known as electronic HRM (E-HRM) has emerged [1]. Academic involvement in E-HRM 
started relatively late, however, and, to some extent, is still trying to catch up with practice [2]. The 
introduction of E-HRM is expected to facilitate a more efficient and strategic way of working for HR 
professionals [3, 4]. 
E-HRM technology is a way of implementing HR strategies, policies, and practices. E-HRM 
technology supports the HR function to comply with the HR needs of the organization through web 
technology-based channels [5]. E-HRM technology provides a portal which enables managers, 
employees, and HR professionals to view, extract, or alter information which is necessary for managing 
the HR of the organization. In addition, with the use of E-HRM, fewer HR professionals are needed, 
because E-HRM eliminates the ‘HR middleman’ [6]. 
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Research adoption of E-HRM that is based on the Technology Acceptance Model (TAM) [7] was 
introduced by Voermans and van Veldhoven [8]. This study examines the relationship between the 
clarity of E-HRM goals, user satisfaction with E-HRM, perceived usefulness, perceived ease of use, 
user support, social influence, and facilitating conditions that can influence attitude towards E-HRM. 
2. Review of the Literature 
2.1. Previous studies on E-HRM 
Recently, E-HRM has been studied increasingly by many scholars. Most of the studies on E-HRM 
are undertaken in USA and Europe. There are fewer studies from Malaysia, a country that is 
environmentally, economically, and technologically far different from the developed economies. 
Because of the huge difference in the market environment and management mechanisms between 
developed countries and Malaysia, there should be a considerable difference in research results on E-
HRM. Previous studies on E-HRM have been conducted by researchers in developed countries. 
Laumer, Eckhardt and Weitzel [9] studied E-HRM in an E-Business environment among 144 HR 
managers from Germany's top 1,000 firms. Their survey results revealed that HR managers’ most 
pressing challenges are staff retention and internal and external employer branding. They stressed the 
importance of devising an E-HRM that is both effective, i.e. adequately fills vacancies, and efficient, 
i.e. makes best use of scarce resources. 
Strohmeier and Kabst [10] examined the factors that influenced the cross-national organizational 
adoption of E-HRM in Europe. Major general and contextual influence factors were derived and tested 
by means of logistic regression in a large-scale survey with a sample of 2,336 organizations in 23 
European countries. They revealed that E-HRM is a common practice throughout Europe since two-
thirds of all organizations have already adopted E-HRM. They also found that major determinants of E-
HRM adoption are size, work organization, and configuration of HRM. 
Voermans and van Veldhoven [8] conducted a study on attitude towards E-HRM. They utilized an 
online questionnaire, in which 99 managers and 257 employees within Philips (Electronics) 
Netherlands participated. They found that differences in perceived usability of current IT systems, as 
well as the preferred HR roles of strategic partner (high preference) and employee champion (low 
preference), were related to a positive attitude towards E-HRM systems. For managers, user support 
was also found to be a predictor of a positive attitude towards E-HRM. 
Olivas-Lujan, Raminez and Zapata-Cantu [11] conducted a case-based study in order to investigate 
how four of the most competitive Mexican firms are implementing their E-HRM strategy. They 
discovered that to fully understand the way E-HRM is used in firms from emerging economies, it is 
important to take into consideration local idiosyncrasies.  
Ruel et al. [2] examined the contribution of E-HRM to HRM effectiveness. They conducted their 
study in the Ministry of Internal Affairs in the Netherlands, where E-HRM in the form of employee 
self-service applications was introduced. They found that individual assessment of E-HRM 
applications influences HRM's technical and strategic effectiveness. This is especially so as regards the 
perceived quality of the content and the structure of e-HRM applications which have a significant and 
positive effect on technical and strategic HRM effectiveness. They also found that the basic 
expectations are that using E-HRM will decrease costs, improve the HR service level and give the HR 
department space to become a strategic partner. 
Ruel et al. [5] conducted an explorative empirical study in five large companies on web-based HRM. 
They concluded that the goals of E-HRM are mainly to improve HR’s administrative efficiency/to 
achieve cost reduction. They also found that international companies seem to use the introduction of E-
HRM to standardize/harmonize HR policies and processes. Further, there is a ‘gap’ between E-HRM in 
a technical sense and E-HRM in a practical sense in the five companies involved in their study. Finally, 
E-HRM hardly helped to improve employee competences, but resulted in cost reduction and a 
reduction of the administrative burden. 
2.2. Technology Acceptance Model (TAM) 
Technology use has been the subject of much research in the past few decades. Since the 1970s, 
there has been a shift in focus to identifying conditions or factors that facilitate technology integration 
in organizations [12]. From these efforts, several theories have emerged. One of the first technology 
314   MY Yusliza and T Ramayah /  Procedia - Social and Behavioral Sciences  57 ( 2012 )  312 – 319 
acceptance models to be developed was the TAM [7], which was based on the Theory of Reasoned 
Action (TRA) [13].  
TAM is one of the most influential models that predict how a user comes to accept and use given 
information technology. It specifies casual relationships among external variables, belief and attitudinal 
constructs, and actual usage behaviour [14]. 
2.3. Limited research on E-HRM in Malaysia 
Despite the growing interest in E-HRM in developed countries, there are only a few studies on 
HRM technology in Malaysia. For instance, Yusliza and Ramayah [15] examined HR professionals’ 
self-reported intention to use E-HRM technology by employing the Theory of Planned Behaviour (TPB) 
as the research framework. Yusliza and Ramayah [16] examined various technology factors on attitude 
towards using E-HRM. Yusliza and Ramayah [17] investigated the relationship between HR 
competencies and attitudes towards using E-HRM. Yusliza, Ramayah and Haslindar [18] conducted a 
preliminary investigation of HR roles, perceived usefulness, perceived ease of use, and attitude towards 
using E-HRM among 51 HR professionals. Yusliza, Ramayah, and Haslindar [19] proposed a model 
based on TAM and HR roles that examines the relationship between HR roles and E-HRM adoption. 
Ramayah, Nornina, Noorliza and Normalini [20] studied the adoption and usage of an HR information 
system (HRIS) among HR executives and HR professionals working in companies in Penang. Their 
study revealed that compatibility and visibility were positively related and complexity was negatively 
related to extent of use of the HRIS. Hooi [1] studied the extent of E-HRM practiced in small and 
medium-sized manufacturing companies. The readiness and feasibility of implementing E-HRM in the 
SMEs is dependent on the availability of resources (expertise, finance, and technical resources) and the 
attitude of the employees. 
Less attention has been paid to the relationships of various determinants of attitudes towards using 
E-HRM. It has become increasingly important to gain a greater understanding of the determinants of 
attitude towards using E-HRM. This study is an attempt to fill this gap in E-HRM literature. This paper 
is part of a larger research project in which several aspects of E-HRM adoption were investigated. [48] 
3. Development of Hypotheses 
3.1. Clarity of E-HRM goals and attitude 
Filimban [21] recommended that e-business and systems’ developers should focus on improving 
user preference through improving technology effectiveness and accessibility by educating the 
consumers, promoting simplicity, attractability, efficiency, authenticity, and clarity of web site content. 
H1: There is a positive relationship between clarity of E-HRM goals and attitude towards E-HRM. 
3.2. User satisfaction and attitude 
Zeithaml, Berry and Parasuraman [22] highlighted that high satisfaction (as perceived by the 
customer) often leads to favorable behavioral intentions while low satisfaction tends to lead to 
unfavorable behavioral intentions. Numerous research studies on technology adoption have also 
demonstrated that user satisfaction has a positive effect upon intention [23, 24, 25, 26]. In an empirical 
study from an online survey of 518 consumers, Carlson and O’Cass [27] found that consumers 
evaluations of satisfaction with a web site have a significant positive influence on attitudes towards the 
web site. The related hypothesis is: 
H2: There is a positive relationship between user satisfaction and attitude towards E-HRM. 
3.3. Perceived usefulness and perceived ease of use and attitude 
The TAM posits two antecedents, perceived usefulness and perceived ease of use, as determinants 
of attitude. As per the established TAM, the belief that E-HRM technology is easy to use will be 
positively associated with HR professionals’ attitude toward using it [28]. If E-HRM is considered 
effortless to use, HR professionals are likely to think that E-HRM will let them utilized the technology 
more efficiently and effectively. Recent studies have found that ease of use and usefulness were 
associated with attitude toward using technology [29, 30, 31, 32]. Therefore, the following association 
is hypothesized: 
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H3: There is a positive relationship between perceived usefulness and attitude towards E-HRM. 
H4: There is a positive relationship between perceived ease of use and attitude towards E-HRM. 
3.4. User support and attitude 
Several empirical studies have shown that an individual’s attitude is influenced by various 
constructs or external variables, which may be system features, training, documentation, and user 
support [28, 33]. Thus, user support is hypothesized to influence the attitude towards E-HRM. 
H5: There is a positive relationship between user support and attitude towards E-HRM. 
3.5. Social influence and attitude 
Social influence has been proposed by previous studies as a significant factor that affects 
individuals' attitudes and intentions toward a certain behaviour [34, 35, 36, 37, 38]. For instance, Chan 
et al. [34] suggested that the effect of social influence may have a positive impact on attitude (user 
satisfaction); however, this relationship was not significant in their study on mandatory citizen 
adoption of an e-government technology. Karjaluoto et al. [35] suggested that reference group or social 
influence strongly affected attitude and behavior toward online banking. In a more recent study by 
Maldonado et al. [36], they found that social influence had a positive influence on student’s behavioral 
intention to use an educational portal. The sixth hypothesis suggests: 
H6: There is a positive relationship between social influence and attitude towards E-HRM. 
3.6. Facilitating conditions and attitude 
Facilitating conditions are often theorized to have a direct effect on intention and use of IS [39, 40]. 
Chan et al. [34] suggested that facilitating conditions to have a positive influence on user satisfaction; 
and this relationship was supported in their study. Liang, Xue, Ke and Wei [41] demonstrated that the 
facilitating conditions have significant effects on IT use. Based on the above findings, the following 
hypothesis is constructed: 
H7: There is a positive relationship between facilitating conditions and attitude towards E-HRM. 
4. Methodology 
This section details the context in which this research was conducted. It also explains the 
methodology and variables utilized in the study. 
4.1. Design 
The study adopted a descriptive survey research design to discover the prediction of the criterion 
variables regarding HR professionals’ attitude towards E-HRM. 
4.2. Research site and subjects 
The study took place in various HRM professional courses, programmes, and seminars in Klang 
Valley and Penang. Initially, 163 participants completed the questionnaires, but nine of the 
questionnaires were discarded from further analysis owing to many unanswered questions.  
4.3. Procedure 
The questionnaire was administered to the participants during the courses, programmes, and 
seminars. Almost all of the potential participants who were approached by the primary researcher 
agreed to take part in the study. At the beginning it was clearly stated to the participants that all the 
information provided in their questionnaires would remain confidential. Instructions on how to answer 
the questions correctly were given to them. Participants were asked to return the completed 
questionnaire at the end of the courses, programmes, and seminars. A token of appreciation was given 
to the responding participants as an incentive. The basic information of the participants (gender, age, 
race, position, etc.) was coded to ensure absolute confidentiality and better handling of the information. 
Respondents were told that they would be provided with the results of the study on request. 
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4.4. Measures 
Multi-item scales from Unified Theory of Acceptance and Use of Technology (UTAUT) 
instruments [40] were adapted to measure the variables on a seven-point Likert-type scale where 
1=strongly disagree and 7=strongly agree. Five items measuring attitude towards using E-HRM, two 
items measuring social influence, and three items measuring facilitating conditions were adapted from 
the UTAUT instrument. In addition the instrument included: three questions for this part of the 
research which were modified and adapted from the questionnaire in Ruel [42] and Maatman [43] on 
the clarity of E-HRM technology; three items on user satisfaction adapted from Armstrong, Fogarty, 
Dingsdag and Dimbleby [44], Lin and Lee [45], and Wang [46]; four items measuring perceived 
usefulness [7]; five items for perceived ease of use adapted from Davis [7]; and two items measuring 
user support [8]. All the scale items were modified for testing in the E-HRM context. 
5. Data Analysis and Results 
First, the respondents’ demographic data were analysed by means of descriptive statistics. Second, 
the research instrument was evaluated by looking at its mean, standard deviation, and reliability. Lastly, 
the hypotheses were tested with a correlation analysis. 
5.1. Descriptive statistics 
The final sample consisted of 154 HR professionals, of whom 47 (37.5%) were male and 107 
(69.5%) were female. The majority of respondents (63.0%) were Malays, followed by Chinese (26.6%), 
Indians (7.8%), and others (2.6%). About 64.3 per cent of the respondents were married. More than 
half of the respondents (69.5%) were female. Further, 52.3 per cent of the HR professionals had a 
Bachelor's degree, 14.9 per cent had a Master's degree, 23.4 per cent had either a diploma or Malaysian 
Higher School Certificate (STPM), 5.4 per cent of the HR professionals had Malaysian Certificate of 
Education (SPM), 1.3 per cent had a PhD, and 1.9 per cent had only a certificate of professional 
management/HR. About 37.7 per cent of the participants were in the business/management field and 
24.7 per cent in HR/industrial relations. Regarding their current position in the organization, 41.6 per 
cent were HR officers/senior HR officers, 23.4 per cent were HR manager level, and 7.8 per cent were 
HR executives/senior HR executives. The average age of the participants was 34.6 years. The average 
number of years of work experience in HR with their current organization was 7.1 years. 
5.2. Mean, standard deviation and reliability assessment 
Table 1 shows mean and standard deviation values for each variable. Based on the 154 responses 
received, all construct scores ranged from one to seven with means ranging from 4.80 to 5.62, and 
standard deviations were between 0.92 and 1.30. All variables recorded moderate scores.  
To assess the internal consistency of each construct, the Cronbach's alpha coefficients were 
computed. Table 3 shows calculation results which reveal adequate reliability because all values were 
greater than 0.80 and more than half were greater than 0.90. Hence, the results demonstrate that the 
constructs were internally consistent and reliable. 
5.3. Hypotheses testing 
Seven hypotheses were tested with correlation analysis. A correlation was run between each of the 
variables and attitude towards using E-HRM to identify the significant effect of the construct. 
Pearson’s coefficient of correlation was used as a measure of the strength of the linear relationship 
between two variables [47]. All hypotheses were significant in the expected direction, as summarized 
in Table 1. Correlation results indicate that clarity of E-HRM goals was positively correlated with 
attitude; thus, H1 (r=0.588, p<0.01) holds. Consistently with H2 (r=0.666, p<0.01) user satisfaction 
was positively correlated with attitude. Hypothesis 3 (r=0.728, p<0.01), positing that perceived 
usefulness is positively correlated with attitude, was supported. The hypothesized effect of perceived 
ease of use on attitude was confirmed, thereby supporting H4 (r=0.751, p<0.01). Additionally, user 
support was positively related to attitude, and thus H5 (r=0.452, p<0.01) holds. As expected, H6 
(r=0.457, p<0.01) and H7 (r=0.571, p<0.01) were also supported; that is social influence and 
facilitating conditions were correlated with attitude.  
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Table 1. Mean, Standard Deviation, Correlation and Reliability values 
 
Variables Mean SD 1 2 3 4 5 6 7 8 
1. Clarity of E-HRM Goals 5.04 1.30 0.94        
2. User Satisfaction with E-
HRM 5.32 1.07 .62** 0.94       
3. Perceived Usefulness 5.53 1.00 .55** .76** 0.96      
4. Perceived Ease of Use 5.44 0.94 .59** .64** .68** 0.96     
5. User Support 4.82 1.21 .48** .46** .44** .53** 0.95    
6. Social Influence 4.80 1.25 .45** .43** .52** .42** .47** 0.88   
7. Facilitating Conditions 4.92 1.26 .65** .51** .57** .58** .66** .45** 0.93  
8. Attitude Towards Using E-
HRM 5.62 0.92 .59** .67** .73** .75** .45** .46*
* .57** 0.94 
**p< 0.01, *p< 0.05 
Note: Values in bold are Cronbach alpha values 
 
6. Conclusion and implications 
The goal of this study was to empirically examine the impact of the clarity of E-HRM goals, user 
satisfaction, perceived usefulness, perceived ease of use, user support, social influence, and facilitating 
conditions on attitude towards using E-HRM. Generally, correlation results indicate that all constructs 
have an excellent relationship. The correlation between perceived ease of use and attitude was stronger, 
followed by perceived usefulness, user satisfaction, clarity of E-HRM goals, facilitating conditions, 
social influence, and, lastly, user support. 
From a theoretical perspective, this study takes an initial step toward validating the attitude towards 
using E-HRM by means of TAM. This study investigated a limited number of variables to elucidate 
attitude towards using E-HRM platforms. Future research is required to fully elucidate the role of other 
important variables, such as the trust, role and competencies of HR professionals, which improve or 
undermine HR professionals' attitude towards using E-HRM. 
From a managerial perspective, findings have important implications for managing E-HRM 
platforms. Managers and trainers must take note of the finding that all factors are important 
determinants for HR professionals in terms of improving attitude towards using an E-HRM platform. 
Most importantly, perceived usefulness, perceived ease of use and user satisfaction are critical to 
attitude towards using E-HRM, indicating that user training and support are required investments for E-
HRM platforms. 
Additionally, this information is important in the design of implementation methodologies and 
change management strategies, as interventions need to be designed specially to meet the company’s 
requirement in terms of E-HRM implementation. This research also has practical implications, 
especially for the role of the HR department in guiding change management strategies in collaboration 
with other departments in the organization. 
In a nutshell, the findings of the present study add to previous work on E-HRM adoption by 
explicitly addressing factors that systematically separate its adoption and non-adoption by 
organizations in a cross-national setting. E-HRM is obviously not a strictly universal practice: it is 
appropriate for a certain type of organization and inappropriate for others. The above findings hence 
contribute to our understanding of the basic factors influencing attitude towards E-HRM.  
The limitation of the research derives, first of all, from the fact that the sample of respondents was 
small to allow us to consider the results of research applicable to the overall population of Malaysian 
HR professionals. Therefore, the ultimate aim was to extend this research to a larger number of HR 
professionals. Advanced IT-based HR systems can off-load administrative tasks, freeing up HR 
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professionals for more value-adding roles. More importantly, they offer the potential for HR to collect 
and analyse data to yield knowledge about the effectiveness of various HR approaches and about the 
feasibility of various strategic paths, depending on the human capital of the firm. This research needs to 
be continued in order to prove the factors governing E-HRM adoption. Therefore, it is suggested that 
further study is warranted in this area. 
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